Abstract The paper investigates the relationship between the concepts of "leadership" and "self-leadership". It is revealed that these concepts have both a common basis and significant differences. Leadership includes such competencies: self-setting by the employee of naturally motivated goals and objectives, making decisions about the most effective ways to solve them. It is dominated by intrinsic motivation, self -development orientation. The highest level of self-leadership development is to use the whole complex of self-management methods. The general definition of leadership includes the ability to lead people. It is dominated by external motivation of merit recognition, respect from people and focus on the team building. Leadership includes the ability to apply methods of management and self-management. These initial positions are embedded in a research questionnaire to find out the correlation of leadership and self-leadership competencies in the activities of managers and executives. According our results, the qualities of self-leadership and leadership among managers are developed fairly proportionally, while the majority of highly professional performers have developed only competence of self-leadership. In both groups, the common leading motive of behavio ur seem to be the merit recognition.
Introduction
Leadership is more popular topic in business than self-leadership. There are about hundreds of thousands of books that give recommendations on how to become the best leader. Daniel Goleman, in his famous book, Emotional Intelligence (Goleman 2006), states: "exceptional leaders distinguish themselves through their excellent self-government". However, self-leadership does not find a large number of followers because it is very difficult to study and evaluate the results. Leaders with a high level of self-leadership skills often find that certain processes of personal development going out of their control.
This problem is especially relevant for Russian-language literature where there are only few publications on self-leadership. Google search for the keyword "leadership" (in Russian language) gives about 3 billion mentions, "self-leadership" (in Russian) -less than 100 thousand, or about 0.003%. For comparison, the ratio in English is following: a search for the word "leadership" gave (at the end of March 2019) approximately 1.5 billion mentions, and "self-leadership" 570 million or 34.3%. It can be concluded that leadership in Russia (the Russian-speaking world) is spoken and written 2 times more than in English, while self-leadership is almost not mentioned (there are 5 thousand less mentions than on English-language sites).
The issue of leadership in relation to self-leadership represents a very complex and interesting aspect of the problematique leadership. It is clear that leadership as a phenomenon also applies to organizations (as well as industries and territories) (Thrash 2012; Baimuratov et al. 2018; Selyanskaya et al. 2018; Strielkowski and Chigisheva 2018) , and to individuals (Fiedler 1967; Stogdill 1974; Yukl and Van Fleet 1992; or Northouse 2018) . However, the self-leadership study mostly relates to the personal aspect of leadership (Neck and Manz 2012; Stewart et al. 2011; Carmeli et al. 2006) .
Part of the research was carried out on the mutual linking of leadership and self -leadership with organizational effectiveness (Fiedler 1967; Manz and Sims1980; Manz 1986; Bolman and Deal 2000; Neck and Houghton 2006; Bass and Riggio 2006; Schein 2010; Parakhina et al. 2012 and many others), but there are only few studies on the relationship between leadership and self-leadership (D'Intino et al. 2007; Houghton et al. 2003; Manz and Sims 1980; Manz and Sims1987; Prussia et al. 1998; VanKnippenberg et al. 2004; Yun et al. 2006; Andressen et al. 2012; or Furtner et al. 2013) . It should be noted that modern studies of this problem are deepened in the transformation of anindividual, his or her competencies, personal and organizational effectiveness through self-leadership methods (Kazan et al. 2018; Müller and Niessen 2018; Blanchard 2018; or Rosenbach 2018) .
Theoretical analysis and the formation of research tools
Almost 45 years ago, Stogdill (1974) noted that: "there are almost as many different definitions of leadership as there are persons who have attempted to define the concept". There have already been many different definitions of this concept at that time. It is due to various aspects the authors considered to be important in assessing the leadership phenomenon. Stewart et al. (2010) provide a representative selection of leadership definitions. Moreover, Burns noted leadership as the ability to mobilize people competing for resources using followers' motives (Burns 1978) .
In addition, Yukl and Van Fleet considered leadership as a strategic process of influencing people in an organization to achieve its goals; it includes maintaining group status and developing a corporate culture. (Yukl and Van Fleet 1992) Furthermore, Bennis viewed leadership as a function of building trust between people which involves the effective usage of their own leadership potential. (Bennis 2015) . Additionally, Bolden also pointed to the motivational basis of leadership for achieving group goals. (Bolden 2004) .
With regard to the above, Hogan and Kaiser defined leadership in the framework of group formation and supporting its effective operations (Hogan and Kaiser 2005) Many authors have drawn attention to such leadership aspects as the ability to influence others for achieving common goals based on facilitating individual and collective efforts (Northouse 2010; Yukl 2010 and many others). The development of colleagues, subordinates and the organization as a whole 2
Interesting job requiring your skills and talents.
Respect from colleagues and subordinates 3
High self-esteem of the achievements Recognition of merit and achievements from management of the organization and colleagues 4
Defining, setting goals and objectives for yourself Definition, setting goals and objectives for others 5* Self-determination the way to solve the problem Following orders and instructions 6
Belonging to a small group (dyad), getting its support Belonging to a large group, getting its approval, support 7
The situation where I can express myself "will find me without any help"
It is necessary to search for situations in which the individual can express him-or herself (achievement situations) 8* I don't need any additional information from others, I understand what I've achieved by myself I need information on the recognition of my achievements 9
External forces need to be known and use this information as appropriate
It is necessary to control external forces and events affecting people's lives.
* Questions are verification in nature. Source: Own results
Other researchers had a broader viewpoint with focusing on group processes. The relied on the interaction of the concepts of leadership and self-leadership (Hackman 1987; Campion et al. 1993) .
Thus, the researchers suppose that self-leadership includes the following skills: self-posing by an employee of naturally motivated tasks and making decisions about the most appropriate actions; it is more based on internal motives, focused on self-development (Neck and Houghton 2006; Kazan et al. 2018) A more detailed study of leadership relies on its understanding of how to lead people, to be ahead and show example to others. The leader possesses a high external motivation, including merit recognition, respect from people and orientation on organizational development (Stogdill 1974; Houghton et al. 2003; Northouse2018) . These initial elements are embedded in a research questionnaire to find out the correlation of leadership and self-leadership competencies in the work of managers and executives. The main questions of the questionnaire are presented in the Table 1 above. When forming the questionnaire, the following hypotheses were put forward: Hypothesis 1. Leaders have needs both in self-development and in the development of others, both internally and also in external motivation, i.e. the statements of the first and second groups should be roughly equivalent in the leaders' responses.
Hypothesis 2. Ordinary workers are more focused on self-development that is, the responses of workers (not leaders) of this group will be dominated by the first group statements. To test hypotheses 3,4 the questionnaire included additional questions about the minimum cost of an hour of working time and the time available for rest.
Hypothesis 5. Leaders more than ordinary workers are willing and able to set tasks for others (they have skills to delegate authority). Assertion 4 in the second group (or both groups) will be highly evaluated.
Results of the study
The hypothesis put forward at the beginning of the study was partially confirmed by the results of the conducted survey.
Note: Priorities correspond to the numbers in the Table 1 (dotted line shows Operatives, creative people Managers (leaders)
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The survey was attended by ordinary teachers and managers (heads of departments, deans, directors of institutes and their deputies) from seven Russian universities (about 90 people in total). Their highlighted priorities and motives of the self-leadership are shown in Figure 1 (see Figure 1) .
As can be seen from the diagram, almost all the priorities of self-leadership (exception: high selfesteem of respondents achievements; The situation where I can express myself "will find me without any help"; I don't need any additional information from others, I understand what I've achieved by myself ) are well developed either for ordinary teachers or heads of educational institutions. For ordinary teachers these priorities are even slightly higher, because of their jobs' nature, associated with the constant need to work on themselves in order to enthuse students to the subject. The priorities and motives of leadership are shown in Figure 2 .
Note: Priorities correspond to the numbers in the Table 1 (dotted line shows the average share of the priority's choice). The hypotheses put forward at the beginning of the study were largely confirmed. Hypothesis 2 partially confirmed. Ordinary workers are more focused on self-development, however, they have a fairly high level of external motivation, that is, the responses of workers (not leaders) of this group are dominated by the statements of the first group and, in addition, two statements from the second group : number 2 and number 3.
Conclusions and discussions
Leadership and self-leadership are interconnected as the internal and external (in relation to the individual) human desire to be the best. From these positions, self-leadership helps a person to become a leader, the development of self-leadership skills contributes to the development of leadership skills (Figure 3) .
Fig.3.Transformation self-leadership to leadership
Source: Own results However, there are some contradictions in the ratio of these phenomena. As our study showed, only few highly organized "self-leaders" strive to become and become leaders, and also not all leaders are leaders for themselves. Operatives, creative people Managers (leaders)
Selfleadership
Selfleadership development
Leadership development

Advances in Social Science, Education and Humanities Research, volume 318
There is a logical explanation: the more time, effort and desire a person spends on self-development and self-improvement, the less time, effort and desire is left to do something for others. However, it is precisely the positive influence on others makes a person a leader.
Fig.4.Transformation of self-leader to leader
Source: Own results
To sum it all up, when comparing the terms 'leadership' and 'self-leadership', one can find little difference between them because of the common basis of their concepts -the human leader. However, upon closer examination, there is a noticeable difference and even some contradiction between them.
Overall, it appears that organizational leaders and self-leaders have a different structure of motives and priorities. Leadership is a process that includes the ability to motivate people on achieving goals , it reflects the mission and vision of the organization. Self-leadership refers to self-assertion and selfdevelopment of each individual, reflects her or his personal values, ambitions and motives.
